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For ewor d

This monograph is one of five reports produced for a research project
conducted by the Center for Applied Urban Research, University of Nebraska at
Omha, and under a grant from the Nebraska Governor's Planning Council on
Devel oprmental Disabilities and the Nebraska State Department of Health titled,
"Mddels and Strategies for Finding the Least Restrictive Wrk Environnent for
Devel opnental |y Di sabl ed Persons."

The research was conducted between Cctober 1, 1984, and Novenber 30,
1985. Surveys of national enployment and training prograns for individuals
with devel opnental disabilities were conducted. Many sites were visited by
project staff. Many program officials wote the descriptions of prograns
included in this report. The nonographs included in this report are as
fol | ows:

BEYOND SEVERE DI SABI LI TY: Mddels and Strategies for Change

BEYOND SEVERE DI SABI LI TY: National Approaches and Networking Guide

BEYOND SEVERE DI SABI LI TY: Nebraska Services Cuide

BEYOND SEVERE DI SABI LI TY: The Challenge of Private Enterprise

BEYOND SEVERE DI SABI LI TY: A Functional Bibliography

VWile preparing Mdels and Strategies for Change the researchers were
guided by the philosophy that individuals with severe physical and nental
disabilities can take their place alongside workers who do not have
disabilities, and that individuals with disabilities can contribute to the
economies of their conmmunities when they are allowed to participate in

conpetitive enpl oynent. Some individuals with devel opnental disabilities may
require supports in a natural work setting. But, enployers often becone
unduly concerned about the individual's disabilities rather than the

Individual's abilities, work attitude, and work ethic.

Devel opmental disabilities are so diverse that it is inpossible to provide
one general description of the supports required by individuals in natural

work settings. The nmajor supports are environmental adaptations, job
structuring, and on-the-job training. These types of supports nust be
i ndi vi dual i zed. They are often very inexpensive and they frequently provide

many benefits to the enpl oyer.

Busi ness and comunity |eaders are creators of enployment opportunities.
Rehabilitation professionals enable individuals with disabilities to enter
conpetitive enpl oynent. If individuals with physical and nmental disabilities
are to take their rightful place alongside nondisabled workers and becone
integrated into society as valued, contributing citizens, then rehabilitation
prof essional s must broaden their philosophical and vocational horizons. They
must examine new vocational opportunities as alternatives to traditional
occupati ons. Thus, agency personnel can work nore effectively wth business
and comunity | eaders who are the sources of enploynent.



Traditionally, many rehabilitation professionals have held the dichotonmous
view that individuals were either totally independent or totally dependent,
conmpetitively enployable or not enployable, and conpletely work-ready or not
pl aceabl e.

Such di chotonous thinking has led to the conclusion that an individual's

vocational future wll be in either a conpetitive job or a segregated
wor kshop. This perception is based upon the erroneous assunptions that: (1)
there will be enploynent opportunities in the community for all individuals

who | eave special education progranms and for all adults with disabilities; (2)
individuals with disabilities can only learn work skills in segregated
wor kshops; and (3) when individuals are placed in segregated workshops they
learn skills and advance to other types of conpetitive enployment in the
comunity. In fact, none of these assunptions is true.

Researchers have shown that few individuals ever graduate from segregated
wor kshops, they are often engaged in make-believe or sinulated work, isolated
socially, and segregated fromthe workers whomthey could emnul ate.

Individuals with severe and nultiple disabilities have been segregated in
work activity centers and workshops, their wages have been pitifully | ow,

their soci al lives have been artificial, and their work benefits are
nonexi st ent. Their careers have been dead-ended. Therefore, new vistas in
enpl oyment, public attitudes, and vocational planning are required. The

research reported in these nmonographs addresses all phases of the problem of
finding the least restrictive enployment for individuals with disabilities.
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Chapter 1
| NTRCDUCTI ON

It is inportant to acknow edge the kind of work we do
because we are what we do, and what we do shapes society. (J. Naisbhitt)

This is a nonograph about new careers for individuals that society has
| abel ed di sabl ed. It is not, however, about disabilities. Instead, it
describes how society can effectively use the unique capabilities of each
i ndi vidual in the work place.

The principles outlined in this rmonograph could apply to any individual,

not just those who have nental, physical, or enotional inpairnents. Ve
believe that in the future successful career devel opnment will be the same for
all individuals. Career planning which nmeets the needs of individuals wth

severe disabilties is presented as an alternative to the segregated workshop
nodel of the past.

Individuals with mental or physical limtations have much to contribute to
soci ety. Individuals who are |abeled "handi capped" are as diverse in their
talents, interests, and abilities as any other segment of society. Many of
these individuals have the ability to perform valuable functions for
enpl oyers. But, these individuals need challenging jobs, appropriate and
adequate training, and consideration for their limtations in the job matching
and training process.

condi tions. Instead, they have been the stereotypes, expectations, and
attitudes of individuals who do not have disabilities. These prejudices have
resulted in individuals with disabilities being excluded fromthe experiences
they need to qualify for and obtain jobs. They have al so been victimzed by a
rigid nodel that has not kept pace with a changing society.

Throughout the country, new careers are being developed for individuals
with disabilities, and technology is being applied to conpensate for physical
and nental limtations. These new approaches should be nurtured. However,
there are far too nany places where the old traditional models are being used
and not working. Consuners, advocates, agencies, and enployers are seeking
nore successful nodel s. In this nonograph we present new nethods that have
been effective. W ask decisionmakers to consider and, perhaps, inplenent
t hese net hods.

Individual s, rehabilitation professionals, and enployers are coomtted to
changing traditional approaches to career planning for individuals wth

disabilities. The technology is available to analyze and structure jobs,
adapt environnents, and mnmatch and train individuals who are severely
di sabl ed. The goal is to make this new nodel the norm rather than the
excepti on.

The old, traditional, segregated workshop nodel is expensive, and it does
not consider the needs of enployees with severe disabilities or the needs of
enpl oyers. Individuals with severe disabilities should be trained well; in
the long run it is cost-effective. The cost of change is small. The price we



pay for not changing is high, it fosters l|ifelong dependence, and it is
noral ly debilitating.

The Meani ng of Wrk

Individuals with disabling conditions have the sane needs for basic
subsi stence and sel f-actualization as other nenbers of society. Because their
basic needs are the sane, it is inportant that individuals with disabilities
have the opportunity to secure challenging work. VWork not only provides us
with the basic necessities of life, but it has many other neanings for the
average adul t.

Identity

What we do helps to define who we are. Work gives us an identity and a
place within our commnity. It provides us with a social role and a social
status. Wen we neet people socially one of the first quesions we ask is,
"Wiat do you do?" Qur occupation is inportant to us and others because it
tells others sonething about who we are, what we know, what we are able to do,
the associ ati ons we have, and our val ues.

Social Contacts

Wrk is inportant because it provides us with many of our social
contacts. A though we have nore |abor-saving devices today than in previous
years, work consurmes nore of our total energy. In previous years, our social
contacts centered around the community where we lived, our famlies, and our
church. Today, the work place often determnes where we |live and w th whomwe
spend our tinme; nost of our affiliations depend upon the work place.

VWrk as a Social Val ue

In Arerica, work is not only a way to nmake a living, it is a social value
inand of itself. Individuals who are unenpl oyed are seen as msfit, lazy, or
i ndul gent . They are considered as takers rather than contributors in our
society. Individuals who work hard are valued and respected. Wrk is often
the basis fromwhich we judge an individual's total character. There is a
belief in Arerica that individuals who work hard will achieve. |f individuals
do not achieve, it is believed that it is because they have not worked hard
enough.

Wrk and Greativity

The work place becones the major outlet for an individual's creativity.
Today, because adults spend nost of their tine working and because in nost
househol ds both adults work, individuals expect their jobs to provide their

material and nonmaterial needs. For nmany, work is a neans to self-
actualization as an individual. Peopl e expect challenge and creativity in
their work.

VWork and Choi ces

I ndependence and self-sufficiency are valued characteristics in our
society. VWork provides nost individuals with autonony in their lives. Wirk



i ncreases our choices in other aspects of living, such as where we |ive, our
life-style, our friends and associates, and how we spend our leisure tine.
Wrk is also the means to social, economc, and geographic nobility.

So, work is not just a neans to basic subsistence. It is a social value
that is inportant in developing our character. It gives us an identity and a
place in society. It helps us to actualize our personal uniqueness, and it

expands our choices in all aspects of our |ives.

In addition to serving the pyschological needs of individuals wth
disabilities, enployment provides many other benefits, such as greater
i ndependence, autonony, and self-sufficiency. The famly gains a contributing
nenber to the famly wunit. The enployer nmaintains reliable, capable,
notivated, and safety-conscious enployees (1).* The comunity benefits from
an increased nunber of taxpayers, and a decreased nunber of tax recipients
receive public subsidies for less tine.

H storical Overvi ew

Traditionally, individuals with severe disabilities have been excluded
from participating in our nation's work force. The alternatives for these
i ndi vidual s have been institutionalization, dependent care at hone, placenent
in nursing hormes, or full-time care in medical facilities.

Efforts to provide vocational training and enpl oynent inproved conditions
but still resulted in discrimnation against workers with disabilities. In
many institutions, residents provided the labor for agricultural activities
and ongoing service and mai ntenance functions, but they did not receive fair
conpensation for their [abors. This condition, known as peonage, existed
until 1966, when the provisions of the Fair Labor Standards Act were applied
to institutions (2). Peonage in institutions, however, was not challenged
successfully until 1973 (3).

Wien individuals with severe disabilities were nmoved out of institutions
and into the community, generally, they were placed in adult day-care centers
where they performed make-work activities. Frequently, they were not paid.
Many of the prograns were conbined with children's prograns, and often
children's activities were provided. Sonme of these facilities still exist in
the United States.

The slogan, "real pay for real work," became popular during the sixties
and seventi es. Shel tered, segregated workshops becane the solution to the
probl em and devel oped across the nation. Many of these opportunity centers
were started by concerned parents of individuals with disabilities.

In many of the centers, clients performed pretend work and they were not
pai d. Qhers nmade itens that were labeled "made by the handi capped.” The
handi capped, however, did not receive the profits in many cases. Wien
sheltered workshops tried to obtain contract work from local industries,

Under scored nunbers in parentheses refer to footnotes at the end of this
report.



probl ens arose when they did not bid conpetitively. Therefore, the workers
wer e under pai d.

In an attenpt to nake shel tered wor kshops nore productive, individuals who
could have been enployed conpetitively were often kept at the workshop.
Bigger and better sheltered workshops were the signs of success anong
professionals in vocational training. Enploynent in the workshop becane the
ultimate goal for nost individuals with severe disabilities. This helped to
foster an attitude among vocational rehabilitation personnel that individuals
with severe disabilities could not becone enployed in the conpetitive work
force.

Individuals with severe disabilities were also discrimnated against in
conpetitive enploynent. Those who were lucky enough to get jobs were
sonetimes taken directly from institutions and placed in jobs that were not
covered by the Fair Labor Standards Act (prior to the 1966 amendnents).
Therefore, nmany individuals with disabilities were not paid adequate wages.

Sever al issues resulted in long-term discrimnation against full
participation in the work force by individuals wth devel opnental
disabilities.

. Environnental segregati on—+ndividuals wth disabilities have been
denied equal opportunity because, traditionally, they have been
institutionalized (either in long-term care facilities or in
segr egat ed wor kshops) .

. Public attitude—Many stereotypes exist about the abilities of
individuals with disabilities. Mths prevail that they are child-1ike

and incapable of learning a narketable skill, that individuals wth
physical disabilities need special nedical care, and that all
individuals who are mentally ill are dangerous and deviant and need to

be isolated fromthe rest of society.

. Enpl oyee sel ection criteria—+ndividual s with devel opnent al
disabilities often have |imted access to enploynent because the
testing and selecting processes require educational diplomas or
degr ees. However, these prerequisites are often irrelevant to the
individual's ability to performthe job. Hstorically, individuals
with physical and nental disabilities have been barred from public
educational systens, this nade it inpossible for themto receive the
training they needed to qualify for many jobs.

. Safety concerns—ndividuals with disabilities have been denied job
access because enpl oyers often feel that these individuals represent a
safety risk, that they will jeopardize the safety of the nondi sabl ed
enpl oyees, and that they will increase the conpany's insurance rates.

. Job conpl exity—Job functions are often grouped in such a way that
individuals with nental or physical disabilities have difficulty
performng parts of the job. Tasks that require transporting nateri al
and reaching and lifting may limt opportunities for individuals wth
physical disabilities. Tasks requiring addition, subtraction, and
reading abilities may limt opportunities for individuals who are




nentally retarded, although these tasks nay be a minor part of the
j ob.

Al of the factors mentioned previously contribute to the perception that
individuals with disabilities are unable to conmpete in the work force and
participate in society with nondisabled individuals. The sheltered workshop,
in mnmany cases, has becone the stopping point for individuals wth
disabilities. Community-based prograns, once the dream of the future, nay
beconme the institutions of the next few years, unless we begin to create an
array of wvocational services that allow individuals wth devel oprental
disabilities access to training prograns and real work environments.

Arerica' s H dden Vork Force

In 1976, the U S. Departnent of Labor reported that 145,000 individuals
with physical and nental disabilities worked in sheltered workshops. In 1975,
these individuals earned nore than $100 mllion, generally performng
subcontracting work for businesses and Industries. A few individuals were
al so enployed in light nanufacturing and sone in service occupations.

Mst of these individuals were hidden from the nainstream of society.
Their wages increased by only 7 percent from 1968 to 1976, conpared with a
44-percent increase in the mnimmwage set by the Fair Labor Standards Act.
The average workshop client earned 43 cents an hour, worked about 20 hours a
week on contract work, and received nonthly earnings of about $31.

Hal f of these individuals depend on suppl emental support income, and sone
depend on their famlies for survival. About 12 percent of workshop clients
advance to conpetitive enployment. ly 7 percent of individuals with severe
disabilities fromwork activity centers obtain conpetitive enpl oynent.

Individual s in sheltered workshops have a variety of disabilities and they
often have nultiple disabilities. But, 80 percent of the workshop clients are
either nentally retarded or nentally ill. GCerebral palsey and neurol ogical
disorders are also prevalent disabilities among workshop clients. ly 20
percent of the workshop clients have physical disabilities (4).

Some  workshops are exenplary prograns, capable of sophisticated
manufacturing techniques; their enployees can perform the nost difficult
contract work. Qher workshops |ack the equipnent, facilities, and expertise
to performeven the nost elenentary industrial operations, and their clients
are dependent on sinple crafts and handwor k.

In 1983, the U.S. Commssion on Avil Rghts reported that 50-80 percent
of working age adults with disabilities were jobless (5). Individuals waited
for a long tinme to gain admttance to sheltered workshops. In 1984, the
Ofice of Special Education and Rehabilitative Services reported that 250, 000-
300, 000 students |eave special education prograns in public schools each year
(6). The cost of providing special educational services is high. Yet, nost
of this investrment is wasted because there are no vocational training prograns
for adul ts.



| ssues Today

Specific problens face us today. A growng nunber of individuals wth
severe disabilities need job opportunities and vocational training because
they have been noved from institutions to communities. Public schools are
graduating nore individuals with disabilities because in 1975, Public Law
94-142 nandated education for them Wile the need for services is
increasing, the availability of funding for these services is decreasing at
the local, state, and federal l|levels. The lack of revenue is creating nore
conpetition anong agencies for limted funds.

At the same time, industry is facing higher costs of production,
marketing, transportation, and |abor. The prevailing attitude is that
expensi ve governnent regul ati ons concerning safety, health, and environmnental
protection are interfering with the ability of businesses and industries to
make a profit. In addition, the nature of the U S. econony is changing; it is
noving away from a manufacturing econony toward a service and information
econony. Al of these factors influence the ability of old, traditional,
training facilities to place individuals with disabilities in local businesses
and industri es.

The segregated nodel, as used throughout the country, is unable to respond
to changes in the econony or to neet the expanding needs of individuals wth
severe disabilities. Qurrently, Anericans are building a nore positive val ue
base for individuals with disabilities and supporting their rights to equal
enpl oynent opportunity and access into the nai nstreamof society.

It is tine for professionals, enployers, advocates, and politicians to
break their perceptual blocks of individuals with disabilities. To quote an
emnent advocate of individuals with severe disabilities, Dr. Marc Gold, "Try
anot her way. "

The tine for change is here. FEconomc necessity requires that we reduce
the anmount of public noney spent to support segregated prograns which foster
lifel ong dependence. Transformation of the econony requires that we change
the ways in which we prepare individuals with disabilities for enploynent.
Technol ogy has now provided us with a wide range of options to conpensate for
functional linmtations, and a strong, positive value base encourages
individuals with disabilities to participate in the mainstream of community
life. As Alvin Toffler said, "Values and necessity are comng up on the sane
side. V¢ experience change when there is a confluence of changing val ues and
econom c necessity" (7).

The traditional vocational nodel, a continuumthat requires an individual
to nove from evaluation, to training, to a work activities center, to a
shel tered workshop or a conpetitive job, has been unable to accommodate nany
individuals with severe disabilities or multiple disabilities. Mst of these
prograns require that individuals neet entrance and exit criteria before they
are considered enpl oyabl e. Many of the prograns have becone bottl| enecked,
resulting inwaiting lists of individuals who need services. Individuals wth
severe disabilities have not noved through this continuum successfully.



Chapter 2

I NDI'VI DUAL VOCATI ONAL  PLANNI NG—
TRADI TI ONAL AND ALTERNATI VE APPROACHES

It is generally agreed that the purpose of vocational rehabilitation is to
place individuals with disabilities into jobs. Yet, inreality, this does not
happen for nost individuals. For the few who have becone enpl oyed, frequently
the jobs have been |ow status, |ow paying positions with no opportunity for
upward mobility. For the most part, vocational rehabilitation has one nodel
of training (segregated workshops) and one nodel of placenment (conpetitive
enpl oynent) for individuals with severe disabilities. These nodel s have many
l[imtations.

The Traditional Conti nuum

In nost vocational rehabilitation prograns the process is conceptualized
as a continuum a series of steps of achievenent |eading from one phase to
another and often from one physical facility to another. Each step has
entrance and exit criteria that lead the client toward the goal of conpetitive
enpl oynent (figure 1).

The preadmttance stage may be referred to as prevocational training. The
individual learns self-care, community access, and self-preservation skills.
After individuals learn these skills, they enter the vocational rehabilitation
process. This process consists of an eval uation phase; a training phase; and
a deci sion phase, where a vocational rehabilitation professional decides to
pl ace the individual into conpetitive enployment, a sheltered workshop, or a
work activity center (figure 2).

Figure 1. Traditional Conceprual Diagram
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Figure 2. Traditional Continuum and Decisionmaking Process

Evaluation Phase ; Training Phase | Decision Phase
1 T

If the individual can produce at a conpetitive rate, is reliable and
dependable, and has no difficulty in adjusting socially, the individual is
deemed enployable and <considered for job placement and followalong

servi ces. If the individual cannot produce at a conpetitive rate, is not
dependable or reliable, or has difficulty adjusting socially, but produces
significantly, the individual enters a sheltered workshop. I ndi vi dual s who

are considered inconsequentially productive are placed in work activity
centers.

The traditional approach to the individual program planning process has

been to assess the individual, identify the individual's skills and behavi oral
deficits, and then develop a plan to correct the individual's deficits,
usual ly in a devel opnental sequence. Individuals are noved physically from

one facility to another as their skills increase (figure 3).

Figure 3. Traditional Approach to Assessment and Individual Program Planning

1. Use standardized assessment tools to determine eligibility.
2. Conduct behavioral checklist assessments to determine the individual's skills and behavioral deficits.
3. Develop aplan to correct the individual's deficits in a developmental sequence.

4. Move individuals from one facility to another, based on entrance and exit criteria, as deficits are
corrected.



Limtations of the Traditional Approach

The traditional approach has many limtations which directly affect the
opportunities for trainees, restrict the prograns of agencies, and inhibit the
ability of industries to use the skills of individuals with disabilities.

Limtations to the Trai nee

Wrk performed in segregated workshops often does not have a counterpart
in industry, and it is often repetitive and unchallenging. The variety of
work perforned by trainees is insufficient to identify their strengths and
weaknesses, and it does not help them decide what kind of work they |ike.
Training occurs outside the actual work environment, which nakes training |ess
effective.

Limtations to the Agency

Mbst publicly funded agencies cannot afford to buy machinery that nmay be
used irregularly. Many workshops are not designed for industrial work, and
they are limted in their capacity to serve high-volune contracts. These
agencies only solicit labor-intensive contracts that have little training
val ue. Many agencies solicit long-term contracts to ensure that they wll
have work for trainees.

Most  traditional prograns rely on labor-intensive contracts for
trainees. They are not exposed to nachinery, safety procedures, noise, or the
pressures of operating machinery. Trainees often perform work which is
obsolete in industry. This makes the transition from workshop to industry
nore difficult.

Limtations to Industry

Industries are apprehensive about hiring individuals wth nmental or
physi cal disabilities. They are concerned about responsibilities and |egal

liabilities for their plants and enpl oyees. Conpani es are also concerned
about the efficiency of enployees with disabilities, a characteristic required
to maximze profits. Even when conpanies want to hire enployees wth

disabilities, supervisors are skeptical about being able to comunicate
expectations to enployees with disabilities. Conpanies nay al so be rel uctant
to hire individuals with disabilities if they have had experience wth these
enpl oyees being late for work, mssing work, or displaying inappropriate
social behaviors at work. Frequently, individuals wth conplicated
disabilities do not have the opportunity to nove into an integrated
environnent because they cannot produce at the same rate as a nondisabl ed
worker. So, they are confined to a segregated environment for life (8).

Results of the Wrkshop Mdel

In 1975, the Qeenleigh studies denonstrated the di screpancies between the
intent of vocational training prograns and the actual reality. These studies
reported that only 12 percent of the individuals receiving services in
sheltered workshops were placed into conpetitive jobs (9). The statistics
were worse for individuals with nental retardation and severe disabilities.
Reed and Mller found that only 55 percent of the individuals received



appropriate placenents (10). Mbst individuals were not placed in jobs for
whi ch they were trained.

Passive Role of Individuals with Dsabilities

A problemwith the traditional nodel is that individuals with disabilities
are often perceived as passive clients. Rehabilitation professionals usually
determne if the individuals are enployable and eligible for job placenent.
When individuals are determined to be unenployable, they are often very
di scouraged. Sone individuals actually give up hope of finding enpl oyrment.

However, deternmining enployability is often subjective. Frequently,
rehabilitation professionals do not consider the type of jobs for which
individuals are being considered. They often determne enployability based on
the availability of tine and noney at the rehabilitation agency.

Tine Spent on Job P acerent

The Qeenleigh studies also provided some shocking statistics regarding
the inportance of job placement in the overall activities of vocational
training agencies. These studies reported that only 5 percent of agencies'
staff time and very little of their budgets were devoted to job placenents.
S xty percent of the workshops surveyed spent |ess than $500 per year on job
pl acement (11).

No Li nkage Between Training and Pl acenent

A maj or weakness in many vocational training and placenent prograns is
that the efforts of the training and placenent staffs are not linked. Oten,
the responsibilities for training and placenent are designated to different
personnel, sometines to different agencies, who are governed under different
aut horiti es. The job placenent specialist does not know the skills,
abilities, and interests of each individual with disabilities. Nor, is the
pl acenent specialist famliar with the unique needs and characteristics of a
particular industry. Therefore, a careful job match is not nade.

The duPont studies indicate that a careful job match is crucial to the
individual's long-term success (12). Individuals wth disabilities,
particularly those with severe inpairnents, should be trained for specific
jobs. Pl acenent specialists should be aware of the uni que needs of enployers
and clients.

No Specific Job Goal

Al though job success depends on a careful job match, nost vocational
prograns never determne suitable career goals for clients. Usual ly, job
pl acenent plans are not devel oped or inplenmented. dients remain in training
at segregated workshops because many are unable to correct all of their
deficits to be considered enpl oyabl e.

The Effects of D chotomous Thi nki ng

A najor barrier to expanding the vocational and enpl oynent opportunities
for individuals with severe disabilities is the dichotonmous thinking of
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vocational rehabilitation professionals. D chotonous thinking refers to
either/or thinking. Ether individuals wll be enployed conpetitively or they
wll spend their lives in segregated workshops. Ether individuals will be
totally independent or they wll live in segregated, congregate-care
facilities.

A problemw th such dichotomous thinking is that the either/or approach
becones a win/lose approach. Wen individuals with severe disabilities are
unable to function wthout supports in their living or working environments,
the individuals are blamed and left in a dependent status for life. Advocates
of increased integration are considered unrealistic. The multitude of options
in environments, types of jobs, pay arrangenents, supervisory relationships,
and support services are not considered by di chotonous thinkers.

Puni shi ng Success

The traditional approach requires individuals to neet entrance and exit
criteria in order to nove from one step or level of the continuum to the
next. This often neans nmoving fromone building or part of the building to
anot her. For exanple, the typical plan noves an individual from an
institution, to an activity or prevocational center, to a workshop, and into a
job. The typical result, however, is that the system becones bottl|enecked
because nost individuals never advance to integrated enpl oynent.

Individuals do not advance to competitive enploynent because eligibility
for services often depends on an individual's ability to neet arbitrary
enpl oyabi lity criteria est abl i shed by vocat i onal rehabilitation
pr of essi onal s. It is comon to find the followng criteria on enpl oynent
eligibility forns: "the client does not bring personal problens to work,"
or "the client does not argue or confront his or her supervisor."
Expectations for individuals with disabilities are often much higher than
those for nondi sabl ed i ndivi dual s.

Wsing this continuum each time an individual attains success, that is,
passes the criteria to move on to the next step, the individual is rewarded by
having to learn a new location, new job skills, a new transportation route,
and how to relate to a new supervisor and new coworkers. The process that is
designed to help the individual achieve independence often creates an
environnent that increases instability, kills notivation, and decreases the
individual's ability to adjust to a job. Wile the nondisabled popul ation
reads about how major life changes, such as job noves, create enornous
personal stress, individuals with disabilities are expected to nove each tine
their learning objectives are achi eved.

CGenerally, individuals have little choice in their job placements and job
selection is not based on their needs and interests. A a tine when the
individual needs the nost training and social and enotional support, the
agency wi thdraws nmost of its support. Frequently, the individual's social and
enotional relationships are also destroyed. The individual often |oses the
job sinply because the changes are too confusing, too lonely, and too
t hr eat eni ng.
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An Al ternative Approach—Supported Enpl oyrent

Rather than require individuals wth disabilities to adjust to an
artificial continuum it is nore feasible to train and support them in an
actual enpl oynent setting. This concept, supported enploynent, is nore
effective and | ess expensive than the traditional approach.

Supported enpl oyment is based on the follow ng key ideas.

Real work settings. Training is most effective when it is relevant,
functional, and perfornmed in the actual work environment. Therefore, whenever
possible, training should be provided in real enploynment settings because it
is nore neaningful to the individual and the demands are actual. Individuals
learn how to performtasks and why it is necessary to performthem

Learning frompeers. Individuals learn best by nodeling thenselves after
other individuals who are engaged in simlar tasks. A great deal of natural
| earning occurs by watching other enployees in actual work settings; this does
not occur in segregated workshops. Individuals learn how to acconplish work
tasks, how to conduct thenselves in particular environments, howto relate to
their supervisors and other workers, and so on.

A functional approach. Label s have very little value in developing
learning objectives and support services for individuals with disabilities.
Instead of labeling individuals, we need to devel op functional anal yses of the
individual's skills and limtations, and conpare them with the functional
requirements of the job. By using a functional approach, we can provide the
supports that are required to conpensate for a disability that inhibits job
per f or mance.

A service orientation. In the traditional continuum approach, staff
nenbers concern thenselves wth noving individuals from one segregated
building to another. In the alternative approach, individuals are placed in

the actual job setting immediately and services are provided as needed.
Intensive services may be required initially, but as they are no |onger
needed, they are phased out.

P anning D rections

Vocational rehabilitation professionals should evaluate program plans to
determine if they are enhancing the overall quality of life for individuals
with disabilities. The follow ng are some inportant considerations (figure 4) .

Increased integration. Eforts to integrate individuals with disabilities
into society should be increased. Prograns and services should be located in
actual work environnents, individuals with disabilities should work wth
nondi sabl ed workers, and the required support services should be provided in
integrated settings.

Enhanced status. Professionals should be aware of how their services and
prograns affect the status of individuals with disabilities. Their status
should inprove; they should becone respected, valued, and treated as unique
i ndi vi dual s. Professionals nust be very careful that facilities, services,
materials, and staff relationships do not stigmatize these individuals and
Ccreate negative perceptions.
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I ncreased conpetence. Marc GQld refers to conpetency as a "skill, ability

or attribute that is needed, wanted and valued by others." The concept of
conpetency has two inportant aspects. First, each individual nust have sore
skill, ability, know edge, or attribute that is valued by other nenbers of the

community. Second, conpetency is a relative term The values of a comunity
are based on the needs of that community.

Individuals nmust be able to learn skills or use their attributes and
characteristics to nmeet the needs of their commnities. It is extrenely
inportant that vocational prograns be designed around the needs of [ ocal
busi nesses and industries and that industrial comunities becone involved in
the devel opment of curriculumand the eval uati on of vocational prograns.

I ncreased aut onony. Individuals nust be able to increase choice and
control over their lives. This neans that options and choices nust expand.
Vocational prograns should lead to greater enployment opportunities, higher
wages, increased benefits, and an overall inprovenent in the quality of life
for individuals with disabilities. These individuals should becone |ess
reliant on caretakers and achieve nore equal status with their nondisabl ed
peers.

Figure 4. A Comparison of the Traditional and the Alternative Approaches

Component Traditional Alternative
Basic concept A continuum, steps or levels of An array, multiple options, with
achievement. supports designed for each individual

and employer.

Goal Arbitrary concept of employability. A specific job goa for a particular
business or industry.

Location of training Segregated workshops. Actual work settings.
Type of work Simulated work samples or labor Actual tasks performed using job-
intensive subcontracts. specific skills.
Assessment process Focus on labels. Focus on functional abilities and
Assess the client, identify deficits. limitations.
Focus on functional requirements of
job.

Assess the individual and the job using
a functional approach.

Planning Plan to correct deficits. Plan provides supports in job setting to
No written plan for job placement, compensate for functional limitations.
no specific employment goals. A written plan of individually designed

supports for both the employee and
the employer.

Support services Only while in the workshop and Ongoing, continuous, and as needed.
during the first few months of Staff is phased in and out as support
employment. is deemed necessary.

Client moves from location to
location as objectives are achieved.
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Functional i nterdependence. No one is totally independent. Al
individual s develop support systens to help them reach their goals. Al
i ndi vidual s conpensate for those things that they cannot do for thensel ves, do
not have the tine to do, or chose not to do. I ndividual s constantly make
arrangenents for child care, housekeeping, tax services, food preparation, and
other services to allow nore energy for achieving personal goals.

Individuals with disabilities need a support network, but they nust also
maintain the status of independent adults. The types of support for
individuals with physical and nental disabilities may be different from those
requi red by nondi sabl ed individuals (13).

An Alternative P anning Process

In order to successfully enploy individuals with severe disabilities both
the individual's and the enployer's needs nust be considered. This can only
be done by stating a specific job goal and by identifying a particular
enployer. Figure 5 shows this parallel planning process.

Figure 5. Alternative Approach

1. Determine job goal.

2. Identify prospective employer.

3a. Assess the individual (physical, 3b. Assess or analyze the job
cognitive, social, behavioral, (physical, cognitive, social,
and functional abilities and behavioral, and functional

impairments). \ / requirements).

4. Match the individual to the job.

5. Adapt the environment, structure
the job, and analyze and sequence
tasks.,

6. Train the individual for skill |

/ acquisition.

7a. Support the individual 7b. Support the employer
(reverse disincentives), (reverse disincentives).

. Phase out support when it is
no longer needed.
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Determne job goal . The first step in this approach is to identify a
specific job goal. Therefore, the placenent specialists nust get to know the
clients. Wkt are their unique needs, wants, skills, abilities, interests,
and priorities. Individuals may need to be exposed to a variety of jobs in
actual work settings to help them determne what kinds of jobs neet their
needs. Exposure to real jobs generally does not occur in segregated
wor kshops. Each individual should have a specific job goal before the program
plan is witten. The job goal should correspond to the |abor needs of the
individual's community. A goal of conpetitive enployment is too vague to be
of any value in planning.

Identify prospective enployers. After an enployer is identified, the
pl acement specialist analyzes the jobs that are available in the conpany and

selects a job that neets the needs of the enployer and the individual. The
enployer nust be seen as a partner for the enploynent process to be
successful . This partnership nust be continuous and ongoi ng.

Assessnment of individuals and jobs. This step involves analyzing the
skills, abilities, and needs of the individual, and the functional
requirenents of the job. This analysis makes it easy to identify the
functional deficits that the individual nay have in performing the job
successful ly. These deficits may be in the areas of medical, physical,
behavioral, or cognitive linitations. By identifying the linmtations

carefully, a plan can be developed to conpensate for the individual's
deficits.

Matching the individual to the job. This phase involves matching
individuals with jobs for which they are well suited. The agency provides the
supports that enable individuals to perform satisfactorily. Many enpl oyers
have stated that this is the nost inportant aspect of the process.

Adapt the environnent. Cften a sinple adaptation in the environnent can

help an individual perform successfully. It may be necessary to sinplify a
job so that it can be performed by an individual who is nentally retarded.
The job can be structured so that it is well organized. Devices can be

devel oped to conpensate for cognitive deficits, such as counting and addi ng.

The environment can be structured to lessen distractions or to mnimze
the nunber of individuals with whomthe enpl oyee relates. The environnent can
also be arranged to conpensate for physical disabilities by providing a nore
accessi bl e work station or by adapting equi prent.

Train the individual. After altering the environment to naxin ze
abilities and conpensate for functional limtations, the next step is to train
individuals and support themin the initial stages of enployment. Training
can be provided by the enployer or the agency. It is inportant that the

training support be continuous until the individual acquires the job skills.
Again, traditional training nethods nay have to be nodified for individuals
with physical or nental inpairments. Enmployers consider the initial training
period to be critical to the success of enployees with disabilities.
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Support the individual and the enployer. In addition to adapting the
environnent and providing on-the-job training, it may be necessary to provide
conti nued support to the individual and the enployer. By identifing the
external factors that are disincentives to the enployer or the individual, the
agency can determne the types of support that are needed and devel op ways to
over cone the disincentives.

For the individual, the primary disincentive may be the threat of |osing
disability benefits. Therefore, agency staff can help the individual by
working with the Social Security Admnistration to reduce this threat. Agency
staff can help individuals naintain friendships and social affiliations by
formng job clubs, self-help groups, and social clubs. Another disincentive
to enploynent nmay be the fear of change. Therefore, it is inportant for
agency staff to «continue providing support, guidance, and counseling
t hr oughout enpl oyrent .

There may be disincentives for the enployer too. Empl oyers may be
reluctant to accept the cost of making adaptations or providing special
supervision and training. Informthe enployer of the availability of targeted

job tax credits, on-the-job training funds from vocational rehabilitation
agencies and the Association for Retarded Gtizens, and tax credits for job
accommodat i ons.

If the productivity of the individual with disabilities is not yet equal
to that of a nondisabl ed worker, a special certification allows the enployer
to pay the individual commensurate with productivity. If line supervisors
have difficulty including individuals with disabilities in their work force,
the agency can help enployers by training supervisors about the nature of
disabilities.

Phase- out support. Each of these phases is inportant; none can be
ignored. Support is nost beneficial to enployees when it is provided in the
wor k pl ace. Support shoul d be phased out when the enployees no |onger need
it. But, individuals who have disabilities that strongly inpair their ability
to produce or to cope with a social environnent nmay require these supports for
life.
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Chapter 3
PCBS| BLE PROGRAM MCDELS

The econony is undergoi ng maj or changes. Therefore, it is inportant that
vocational rehabilitation professionals begin to consider multiple options,
rather than preserve the segregated workshop as the only vocational training
nodel for individuals with severe disabilities. \Wrkshops are a perceptual
block to our ability to conceptualize newer, nore relevant, and nore
successful nodel s.

Mil tiple Qotions

Instead of thinking of the traditional continuum imagine instead an array
of wvocational training and enploynent nodels. Such an array would be
structured around the unique needs of an industry, the individual requiring
services, and the agency providi ng support services.

Wienever possible, it is best towork with generic training prograns, such
as community colleges, technical and trade schools, and universities, and to
nake the curriculumavailable to individuals with disabilities. Wen this is
not possible, arrangements should be nade to neet the needs of the enpl oyer,
the individual, and the agency.

In this chapter we discuss possible program nodel s. These nodels are
i deal types. Ideal, not in the sense of best, but theoretical nodels that
enable individuals to conpare and contrast various types of real
arrangenments. Actual nodels rmay deviate in one aspect or another from these
i deal types. However, they give professionals a franmework for considering
many variations in industry-habilitation partnerships and for conparing and
contrasting the advantages and di sadvantages of prograns.

Factors Relating to the Vocational Environnent

The follow ng factors determne the vocational settings and the types of
nodel s that are provided by the agency or the industry.

Goods or services to be produced,

Integration potential with nondi sabl ed coworkers,
Fl oor space for producti on,

Adm ni stration of pay (wages and benefits),
Super vi si on (ongoi ng and conti nuous), and
Training (skill acquisition).

Additional factors, such as job sinplification, job structuring, and
quality control, are also inportant, but they do not effect directly the
organi zational structure of the program nodel or the contractual devel oprrent
of the partnership arrangenent.
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Model Types

Rel ati onshi ps between industries and agencies produce the follow ng nodel
t ypes.

e (onpetitive enpl oynent,

 Supported enpl oynent (transitional enploynent or on-the-job training),

* Wrk stations in industry (enclaves in industry, ongoing and
conti nuous),

Mobi | e work crew (short-termor seasonal),

Mai nst r eamed wor kshop,

Tradi tional workshop,

Affirmati ve i ndustries, and

S mulated work facility.

Conpetitive Enpl oynment

Individuals with disabilities conpete for jobs in exactly the same way as
nondi sabl ed individuals. Individuals with disabilities are hired only if they
possess all of the enpl oyment qualifications, including the know edge, skills,
and abilities required for the job. A full enpl oyer/enpl oyee relationship
exists. The agency assists the individual by locating jobs and by providing
support and counseling during the first fewnonths of enpl oynent.

Model appropriateness for individuals with disabilities. This nodel is
appropriate for individuals who are skilled, trained, reliable, and capabl e,
and who can adjust to the job socially and enotionally.

Mbdel appropriateness for industry. This nodel is appropriate for an
industry that is seeking qualified individuals for a particular job.

Industry provisions. Industry provides:

Production of goods and services;
Material s, supplies, and equi pnent;
Cowor ker s;

Fl oor space;

Pay administration;

Vorkers' conpensati on;

I nsurance coverage and benefits;
Super vi si on;

Trai ni ng; and

-the-job trai ning.

Agency provi si ons. The agency may or nay not provide the follow ng
servi ces:

» Referral of a qualified applicant,

 Assistance in job seeking,

* Pre-enpl oynent assistance during the application and interview process,
and

+ Support and counseling during the first few nonths of enpl oynent.

18



Special considerations. This nodel requires conpliance wth all
nondi scrimnation laws pertaining to race, sex, age, national origin,
religion, and disability; the Vocational Rehabilitation Act of 1973, Section
504; the Fair Labor Standards Act as revised, and state laws pertaining to
equal opportunity.

Supported Enpl oynent

Individuals with disabilities conpete in the sane way as nondisabled
individuals. However, assistance is provided by agency staff. Individuals
are hired by the conpany. They have nost of the pre-enpl oyment
qualifications, including the know edge, skills, and abilities to performthe
job. A conditional enployer/enployee relationship exists. The individual may
require support and training at the work site during the initial phase of
enpl oyrent . This training could be in work skills, enployee-supervisor
rel ationships, or social and enotional adjustnent to the work place.
Empl oyees may receive full wages, enployers nmay be offered incentives, such as
tax credits, or enployees may be hired using special certificates that allow
enployers to pay enployees wth disabilities comensurate wth their
productivity if it is less than that of nondi sabl ed enpl oyees.

Model appropriateness for individuals with disabilities. This nodel is
appropriate for individuals with disabilities who are able to performjobs as
well as nondisabled individuals after they receive specialized support or
training, such as social or enotional adjustrment aids, adaptations in the work
pl ace, or prosthetic devices. Once the skills are acquired, the individual
can conpete wth nondi sabl ed workers. The skill acquisition period nay be
longer for individuals with disabilities than for nondi sabl ed workers.

Mbdel appropriateness for industry. This nodel is appropriate for
industries that need reliable, capable enployees, but do not have the
resources to provide specialized training during the skill acquisition stage.

Industry provisions. Industry provides:

Production of goods and services;

Materials, supplies, and equi pnent;

Cowor ker s;

Fl oor space;

Pay admni stration ('speci al wor ker in conmer ci al i ndustry
certification, if needed);

» \Wirkers' conpensati on;

* Insurance coverage and benefits, and

e Supervi sion.

Agency provisions. The agency provides:

Assi stance in job seeking;

Assi stance during the job interview and application process;

Support and counseling during the first few nonths of enpl oynent;

M-the-job training;

Assistance wth job sinplification, job  structuring, ai des,
adapt at i ons, and prosthetics; and

» Assistance with special certification and tax credits.
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Speci al consi derati ons. Al of the considerations listed for the
conpetitive enploynment nodel apply. In addition, agencies can assist
industries by certifying individuals for subm ni mum wages. This enabl es
industries to pay enployees wth disabilities comensurate wth their
productivity. The U S. Departrment of Labor office in your area can help you
apply for subm ninumwage certification. Incentives, such as federal targeted
job tax credits or on-the-job training funds, may al so be avail abl e.

Wrk Sations in Industry (Enclaves in |Industry)

Individuals with disabilities receive specific skill training on the
job. This training occurs in a supervised, group setting on the work floor.
Supervision and training are provided by an agency supervisor. Enployees with
disabilities are enployed by the agency, not the industry. The agency's
contract bid includes wages for the supervisor and the workers wth
disabilities. The agency is responsible for special submninum wage
certification, if needed; insurance; and workers' conpensation. The industry
provides the floor space and the equi pnent.

Mbdel appropriateness for individuals with disabilities. This nodel is
particularly effective for individuals who are capable of neeting nornal
production standards, but who have behavi oral and social - adj ust ment di sorders
that do not enable them to maintain enployment without structure and
supervision. (enerally, individuals with these types of needs are capable of
earning regular wages in industry. The supervisor's salary can be paid by the
agency or the industry.

This nodel is also effective for individuals who are reliable workers, but
who produce at nuch slower rates than nondi sabl ed workers. The work station
can be set up as a satellite of the regular segregated, work activity
center. Individuals nust be paid commensurate with their productivity in
accordance w th wage and hour | aws.

Mbdel appropriateness for industry. Wrk stations or enclaves are
effective for industries that need a group of reliable and stable workers to
perform particular tasks. The supervisor is responsible for production and
quality, so there is no possibility of loss to the industry. Enclaves are
also effective in industries that expand and contract, that is, those that
need flexible work crews. They are also effective in industries that need
seasonal work crews.

Industry provisions. Industry provides:

* Production of goods and servi ces;
Materi al s, supplies, and equi prent;
e Some of the coworkers; and

* Foor space.

Agency provisions. The agency nay provide:

e Pay administration,

e Meeting certification procedures,
* \Wrkers' conpensation,

* Insurance coverage and benefits,
e Supervi sion,
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e n-the-job training,
e Job structuring and job sinplification, and
» Aides, adaptations, and prosthetics.

Special considerations. The agency is the enployer of the individuals
with disabilities, not the industry. The agency is responsible for neeting
all enpl oynent | aws, speci al certification procedures, and payroll
admnistration. This nodel can be set up as a satellite program using the
workshop work activities certificate. The agency usually has a fornal
contract with the industry. Wrk and quality requirenents are bid at a
conpetitive rate. The industry pays the agency for the work provided. The
agency is responsible for production quotas, quality control, supervision,
trai ning, and providing insurance coverage.

Mobile Work O ew

Individuals with disabilities provide services to businesses and
industries. However, the workers are organized into a nmobile work crew.  They
are supervised, trained, and transported to work sites by agency personnel.

They provide services to industries on a subcontract basis. Industries pay
the agency, and the agency pays the workers. VWrkers can be enployed on a
special submninum wage certificate. The work crews can consist of
individuals with and without disabilities. The crewworks at an actual work
site, rather than at a sheltered, segregated workshop. Equi pnent can be
provided by the industry or the agency. A crew nay work for rmany
busi nesses. Mobile work crews provide janitorial, snow renoval,

housecl eani ng, |awn nai nt enance, house renovation, vehicle naintenance, and
| andscapi ng and horticul tural services.

Model appropriateness for individuals with disabilities. This nodel is
effective for individuals who are also served by work stations or enclaves in
i ndustry.

Mbdel appropriateness for industry. Mbile work crews are effective for
jobs that require flexibility among the [abor force. Mobil e work crews
performnonrouti ne work. They will work after regul ar working hours, and they
wi Il work during high-volune seasons. The crews can be snall or |arge.

Industry provisions. Industry provides:

» (Dods or services to be produced,
* Hoor space, and
* Equi prent (occasi onal ly).

Agency provisions. The agency provides:

Super vi si on,

Tr ai ni ng,

Pay adnministration,
Transportation,

Equi prrent (general ly),
Certification procedures,

Wr kers' conpensation, and

* Insurance coverage and benefits.
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Speci al considerations. The agency is the enpl oyer, therefore, the agency

is responsible for neeting all enployment |aws, special certification
procedures, and payroll admnistration. This nodel can be set up as a
satellite program using the workshop activities certificate. The agency
usually has a formal <contract wth the industry. Wrk and quality

requirenments are bid at a conpetitive rate. The industry pays the agency, and
the agency is responsible for production quotas, quality control, supervision,
training, and insurance coverage. In sone cases, the agency needs a marketing
department and a billing departnent to organize the crews and to operate as a
smal | busi ness.

Mai nst r eamed Vr kshop

This nodel is a traditional workshop that provides individuals wth
disabilities the opportunity to work with nondisabled individuals by hiring
workers fromindustry to work in the workshop. The workshop staff supervises
the workers with and without disabilities. The agency is responsible for all
special certification procedures.

Model appropriateness for individuals with disabilities. This nodel is
appropriate for individuals with disabilities of all types. It does not
provide enploynment at an actual work site. It provides enploynent that
exposes individuals with disabilities to nondisabled coworkers, industrial
pressures, work adjustment, and training. The goal is to nove individuals
into actual jobs in businesses and industries.

Model appropriateness for industry. This nodel is effective for
industries that are expanding their production capacity but have limted
space. The agency can provide the additional space. The business or industry
often provides the industrial equipnent and the materials and supplies.

Industry provisions. Industry provides:

» (Dods or services to be produced,;
e Materials, supplies, and equi prent; and
e« Coworkers.

Agency provisions. The agency provides:

Fl oor space,

Pay adm ni stration,

VWrkers' conpensati on,

I nsurance coverage and benefits,
Super vi si on, and

M-the-job training.

Speci al consi derati ons. This nodel requires conpliance with all US.
Department of Labor wage and hour |aws; subm ni numwage provisions of the Fair
Labor Standards Act; and all other enploynent |aws. An orientation should be
provi ded for nondi sabl ed individuals who are integrated into the workshop.

Traditional Wrkshop

This nodel is a traditional, segregated, sheltered workshop. These

22



prograns include certifications as evaluation and training centers, work
activities centers, and regular prograns (see U S Departnent of Labor
specifications). The agency is responsible for nmeeting all wage and hour |aws
as well as all other applicable regulations. This nodel provides training in
a variety of areas, such as work skills, work adjustment, enpl oyee/supervisor
roles, coworker relationships, production and quality requirements, job
safety, and equipnent operation. The goal is to nove individuals to nore
i ndependent setti ngs.

Mbdel appropriateness for individuals with disabilities. Thi s nodel
serves individuals with all types and degrees of disabilities. It does not
expose individuals to actual businesses and industries or nondi sabl ed peers.

Mbdel appropriateness for industry. This nodel is effective for
industries that want to subcontract to a separate facility. The industry
provides the goods to be produced and specifies quality standards and
producti on quot as. Goods are transported between the agency and industry.
CGten the industry provides the equi prent.

Industry provisions. Industry nay provide:

* (oods or services to be produced; and
e Materials, supplies, and equi pnent.

Agency provisions. The agency provides:

* Fl oor space;

Pay admi nistration;

Wr kers' conpensati on;

I nsurance coverage and benefits;
Super vi si on;

M-the-job training;, and

Equi pnent, naterials, and supplies.

Special consi derations. This nodel requires conpliance with all
regulations of the U'S Departnment of Labor concerning submnimum wage
certificates. The agency mnust also conply with all other applicable Iabor
| aws, rules, and regul ati ons.

Afirmative Industries

This nodel describes businesses that are established on behalf of
individuals with disabilities. These businesses conpete to provide goods or
services to the comunity. These may be segregated businesses that market
products conpetitively, or they may be businesses that are located within the
comunity and serve the public. This nodel has all of the risks, constraints,
and opportunities of a small Dbusiness. Enpl oyees with and w thout
disabilities work together.

Mbdel appropriateness for individuals with disabilities. This nodel is
appropriate when it is necessary to create jobs for individuals wth
disabilities. This nodel provides exposure to the real pressures of business
and industry. The agency supervises and trains individuals and narkets,
prices, and sells the business' goods and servi ces.
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Model appropriateness for industry. This nmodel is a business. Therefore,
it must be planned using sound business and financial principles and devel oped
to provide goods and services that are needed in the community.

Industry and agency provisions. The agency provides everything—the
facility, materials, equipnment, supplies, advertising, sales, personnel,
utilities, and transportation.

Speci al consi derati ons. This nodel can be an exciting option in snall
comunities and in urban areas. Infinite possibilities exist based on the
needs of the comunity and the expertise and resources of the agency.
Busi ness managenent practices determ ne whether the business is profitable or
not . Speci al considerations include marketing, sales, production, quality,
financing, and legal and tax issues.

Simul ated Work Facility

This model describes an agency that operates a training facility, but the
agency does not utilize goods or services from regular businesses or
i ndustries. The training provides trainees with simulated work tasks. The
trainees do not receive wages for their work. This nodel is not preferred
because it does not provide exposure to real work environments or to real work
for businesses and industries. Trainees are unable to learn in this kind of
envi ronnent, and, generally the environnent segregates enployees from
nondi sabl ed i ndi vi dual s.

Model appropriateness for individuals with disabilities. This nodel may
be appropriate while teaching a particular job skill that wll lead to
enpl oynent eventual ly. It is also a suitable method for evaluating an
individual's skills, abilities, and interests. Si mul ated work should not be
considered as a long-term arrangenent for any individual, regardless of the

severity of the individual's disabilities.

Model appropriateness for industry. The simulated work facility should be

used to teach individuals wth disabilities tasks that they wll use
eventually in industries. The training program should lead to a job in
i ndustry.
I ndustry provisions. Industry provides training that sinmulates work.
Agency provi sions. The agency provides everything unless the simulation
is performed for a particular business or industry. In this case, the

busi ness or industry provides the materials, supplies, and equi pnent.

Speci al consi derati ons. CGenerally, trainees are not paid for their work
because it is not actual contract work, it is training for enployment. These
simulations should be wused only for evaluations of individuals who are
training for enploynment. Simul ati ons should not be used for any individual,
regardl ess of the nature of the disability, without a job goal in mnd. For
years, "make believe" work was used in segregated facilities. This work did
not provide enploynent, opportunities to inprove marketable skills, or

integration wi th nondisabl ed individual s.
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Mbdel Conpari sons

Figure 1 summarizes the vocational nodels and shows the rel ationships that
could occur between an industry and a rehabilitation agency.

FIGURE 1 - GUIDE TO POSSIBLE INDUSTRY-REHABILITATION RELATIONSHIPS

1 2 3 4 5 6
Goods or Coworkers Floor space Pay adminis- Supervised Sill training
services pro- from provided by tered by by by
MODEL TYPE duced by
Competitive INDUSTRY INDUSTRY INDUSTRY INDUSTRY INDUSTRY INDUSTRY
Employment
Supported INDUSTRY INDUSTRY INDUSTRY INDUSTRY INDUSTRY AGENCY
Employment
Work Station in INDUSTRY INDUSTRY INDUSTRY AGENCY AGENCY AGENCY
Industry (Enclave)
Mobile Work INDUSTRY INDUSTRY INDUSTRY AGENCY AGENCY AGENCY
Crew
Mainstreamed INDUSTRY INDUSTRY AGENCY AGENCY AGENCY AGENCY
Workshop
Traditional INDUSTRY AGENCY AGENCY AGNECY AGENCY AGENCY
Workshop
Affirmative Industry
Agency-operated AGENCY AGENCY AGENCY AGENCY AGENCY AGENCY
Business)
Simulated Work SIMULATED AGENCY AGENCY AGENCY AGENCY AGENCY
Facility
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Figure 1 shows how each nodel neets the needs of the industry,
or the individual with disabilities. F gure 2 shows how the nodel
t hese needs.

t he agency,
responds to

FIGURE 2 - MODEL APPROPRIATENESS

MODEL TYPE INDIVIDUAL'S NEED INDUSTRY'S NEED AGENCY'S NEED
Competitive Reliable, skilled individual with Qualified individual to fill job Job placement opportunities.
Employment disabilities needs ajob opportunity. | opening.

Supported Reliable worker needs specific Reliable worker with an agency Job site to provide training.
Employment on-site skill training. staff to provide on-site training.

Work Station in Industry
(Enclave)

Individual with disabilities needs
initial training and support.

Group of reliable workers.

Space to provide training.

Mobile Work Crew

Individual with disabilities needs
continuous on-site support.

Group of reliable workers.

Space to provide training.

Mainstreamed
Workshop

Individual with disabilities needs
exposure to nondisabled
coworkers and industrial setting.

Space, subcontractor.

Integration, contract work, and
diversification.

Traditional Workshop

Vocational training
and work adjustment.

Subcontracting.

Contract work and equipment.

Affirmative Industry Real work, wages, and benefits. Not applicable. Market for product or service.
(Agency-operated Business)
Simulated Work Facility Adult day care. None. Facility and staff.
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Figure 3 shows how each model's program design criteria could affect
social integration, physical integration, specific marketable skills, and
appropriate supervisory identity. A plus (+) indicates that the programneets
the preferred criterion, a mnus (-) indicates that the program cannot neet
the preferred criterion, and a zero (0) indicates that the program could be
nodified to fit the criterion.

FIGURE 3 - PROGRAM DESIGN CRITERIA

1 2 3 4
SPECIFIC APPROPRIATE

SOCIAL PHYSICAL MARKETABLE SUPERVISORY
MODEL TYPE INTEGRATION INTEGRATION SKILLS IDENTITY
Competitive + + + +
Employment
Supported + + + +
Employment
Work Station in Industry + + + 0
(Enclave)
Mobile Work Crew + + + 0
Mainstreamed + 0 0
Workshop
Traditional Workshop - - 0 0
Affirmative Industry 0 0 0 0
(Agency-operated Business)
Simulated Work Facility - - - -
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Figure 4 shows that each model is based on social and physical integration
(Galloway and Hitzing, 1977).

FIGURE 4 - SOCIAL AND PHYSICAL INTEGRATION MATRIX

LOW SOCIAL INTEGRATION HIGH
Simulated Work Facility Mainstreamed Workshop
Traditional Workshop Affirmative Industry (if segregated but serving the public).

Affirmative Industry (if segregated and not serving the public).

Work Station in Industry (if segregated and seasonal) Competitive Employment
Affirmative Industry (if located in the community but not Supported Employment

integrated and not serving the public).
Work Station in Industry (Enclave)
Mobile Work Crew

Affirmative Industry (if integrated and serving the public).

LOW SOCIAL INTEGRATION- HIGH
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Figure 5 shows how the costs of operating prograns and the |evels of
public subsidy decrease as industry becones nore involved in the
par t ner shi p. The public cost of naintaining conpetitive and supported
enpl oynent models is mninal. The work station in industry and the nobile
work crew nmodel s add the cost of operation into their contractual agreenents
with industries, but they do not have overhead costs for facilities. Agencies
pay the overhead costs for mainstreanmed workshops and traditional workshops.
Affirmative industries are entirely dependent on the economc feasibility of
the business, and similated work facilities do not receive income fromprivate
enterpri ses.

FIGQURE 5 - COST EFFECTI VENESS OF MODELS

MODEL TYPE COST OF PROGRAM OPERATION LEVEL OF PUBLIC SUBSIDY
LOWEST LOWEST

Competitive J

Employment

Supported

Employment

Work Station in Industry
(Enclave)

Mobile Work
Crew

Mainstreamed
Workshop

Traditional Workshop

Affirmative Industry

(Agency-operated Business) UNKNOWN UNKNOWN
Simulated Work
Facility HIGHEST HIGHEST
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Chapter 4

| NDUSTRY AND HABI LI TATI ON- -
A W NNI NG RELATI ONSHI P

In order to realize the benefits of the career developnent process,
industries and rehabilitation agencies mnust create a new partnership.
Di chot omous t hi nki ng about i ndi vi dual s with disabilities and poor
conmuni cati on between rehabilitation agencies and industries must be replaced
wi th nutual understanding.

How I ndustry Can Help Rehabilitation

Devel opi ng career goals for individuals with severe disabilities requires
t hat busi nesses and rehabilitation agenci es bui | d strong wor Ki ng
part nershi ps. In this chapter, we exanmne the ways in which businesses and
rehabilitati on agencies can hel p each other.

Provi ding Conpetitive Enployment for Individuals with Disabilities

Conpetitive enployment provides the enployee with disabilities a job that
pays conpetitive wages but, the enployer does not receive special support

services or incentives. This arrangenent produces a conplete enployer-
enpl oyee rel ationshi p. The goal of conpetitive enploynment is to obtain jobs
in businesses and industries for individuals with disabilities. This is the
nost important way in which Dbusinesses can benefit individuals wth
di sabilities. Jobs enable these individuals to becone self-sufficient

citizens and val uabl e menbers of the conmmunity.

Career placenent works best when individuals with disabilities secure jobs

that nmaximze their abilities and neutralize their functional |imtations.
Consequently, they becone eligible for conpetitive wages, full benefits, and
opportunities for advancenent. They can also be acknow edged as an integral

part of the work force by their supervisors and coworkers.

Provi di ng Supported Enployment for Individuals with Disabilities

Supported enploynent (also called conditional enployment or transitional
enpl oyment) is a conditional enploynent phase when special support services
may be provided to the enployee and special incentives may be provided to the

enpl oyer. Enpl oyers are often uncertain about the capacities of individuals
with disabilities to perform tasks, interact wth cowrkers, wthstand
environnental pressures, and nmeet production and quality requirenents.
Enpl oyers may not be willing to hire these individuals unconditionally, but
they may be willing to hire themif the industry is protected against economc
| osses. These situations give individuals with disabilities the chance to
denobnstrate their conpetence. Because sone individuals with disabilities can

performat a conpetitive rate if they receive the proper training, conditional
enpl oynment may be the answer.

Condi ti onal enpl oynent allows employers to hire individuals wth
disabilities for a limted period of tine, for exanple, 90 days. During this
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tine the enpl oyer provides the enpl oyee supports, such as supervision, on-the-
job training, task analysis, and nodification of the job's structure. A the
end of this period, the individual, the agency, and the industry evaluate
whether or not the individual will be able to performthe job. If so, the
i ndi vidual can be naintained as a regul ar enpl oyee; if not, the individual can
| eave the enpl oyer without any feeling of failure.

Safeguards are built into the conditional enploynent agreement by the
agency to protect enployers from economc | osses. The agreenent protects
enpl oyees by stipulating that the enployer will provide support in the new
job. Enployers also receive incentives for their efforts.

Wrk Stations in Industry

An agency providi ng agency-supervi sed work on the contractor's premses is
a work station or enclave in industry. The individuals who performthe work
are enployees of the agency; the contractor reinburses the agency; and the
agency, in turn, pays the individuals.

The work station in industry provides group training for a few workers,
usual ly the nunber required to conplete one aspect of production. These
workers are supervised, trained, and paid by the agency that secures the
contract through conpetitive bidding. The contractor sets production quotas,
qual ity standards, and safety requirements, and the agency guarantees that the
quotas and requirements will be net.

This arrangenent is advantageous to all parties. The industry is assured
that the work will be conpleted and risks no loss in production. The agency
supervises the trainees and provides a real work environnent for them a step
that generally leads to job placement. Rehabilitation professionals have nore
control over the supervising, training, and selecting of trainees. Vr k
stations in industry benefit trainees because they are trained in structured
work environments, exposed to equi pment and nachi nery, and supported through
soci al and enotional adjustnents.

The work station in industry nodel can be used when an industry (1)
expands production; (2) experiences problens wth production, quality,
turnover, or absenteeism (3) has a fluctuating work |load; (4) has a seasonal
work load; or (5) has nonroutine work to be performed. Work stations are nost
effective when a separate, but not segregated, area is designated for the
agency's contract work. Here the agency's supervisor controls training,
production, quality, and safety.

Mobil e Work O ews

A nmobile work crew is a group of trainees who originate from a
rehabilitation agency. This crew is supervised, trained, and transported by
the agency, and provides subcontracting work for a variety of enployers. The
enpl oyers pay the agency, and the agency pays the trainees. The work crew nay
provi de housekeeping, janitorial, or seasonal |abor, or the crew may work in
an industrial setting.

This nodel benefits industry because it provides conpetent and qualified

personnel to performtasks on a contractual basis. This nodel also benefits
trainees by providing experience and access to an actual work environment.
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This nodel, like the work station nodel, is based on a contract between
the rehabilitation agency and the enpl oyer. The agency provides supervi sion,
training, equipnent (if necessary), insurance, and pay admnistration. The
enpl oyer pays for the work to be performed, sets the performance and quality
standards, provides the work space, and nay provi de the equi pnent, materials,
and supplies. The contract can contain a no loss probationary agreenent.

Subcontracti ng

Wrk that is contracted by an industry to a rehabilitation workshop and
performed at the workshop is subcontract work. VWr kshops throughout the
country provide nmanufacturing, packaging and assenbly, woodworking, and other
services to enployers on a subcontract basis. These services are performed in
the agency's facility. The agency bids for the contract work, and it is
responsible for neeting production quotas and quality requirements. The
agency can help the enployer expand production and solve problens. It
transports materials fromthe workshop to the business and bills the industry
for the work that is perforned. The agency pays individuals on a piece rate.

Provi ding equi pnent. Enpl oyers can assist rehabilitation agencies by
providing equi prment for trainees. This reduces the expenses of the training
program and enhances the agency's possibility of obtaining nore conpl ex
contracts. The conpany should provide preventive and routine naintenance on
the equiprent to ensure that the agency is maintaining it properly.

Providing a building. If a conpany wants to increase its production by
subcontracti ng enpl oyees of the rehabilitation agency, the conpany nay agree
to provide a building where the work can be perforned. This is a trenendous
financial asset to the rehabilitation agency.

Provi di ng nondi sabl ed coworkers. If subcontractors hire rehabilitation
agencies for high-volune or ongoing projects, they may want to provide sone
nondi sabled workers to perform some of the work at the workshop. Thi s
reversed nainstreamng integrates individuals wth disabilities wth
nondi sabl ed peers. It also increases the variety of tasks that the agency can
perform

Provi di ng worker advocates or nentors. One arrangerment that has not been
tried much but could be very beneficial is to hire nondisabled individuals to
work with individuals with disabilities as advocates or mentors. These
advocates or nentors could help individuals with disabilities adjust socially
and enotionally to the work environment, adapt to the new situation, and
answer questi ons. Many individuals with disabilities are very lonely, and
these coworkers could help elimnate their feelings of fear and isol ation.

Providing evaluation sites for trainees. Industries can provide
evaluation sites (sites that are coomtted to the rehabilitation agency) on
their prem ses. The agency agrees to keep the job sites filled. If the

rehabilitation agency can obtain evaluation sites at various conpanies,
individuals with disabilities can be exposed to a variety of tasks,
environments, and types of equipmrent. This hel ps individual s decide what
types of work they enjoy.
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Rehabilitation agencies have difficulty determining the interests,
talents, abilities, and aptitudes of clients. The workshop environment does
not sinulate actual work environments and it does not expose clients to a

variety of jobs. Therefore, by contracting evaluation sites, the agency can
expose clients to a variety of jobs. This arrangenent does not require a
long-term conmitnent on the part of the client or the enployer. It is also a

way to determine in what areas the client mght have the nost difficulty
adj usti ng.

Labor anal ysis. One obvious, but frequently overlooked, way that
industries can assist rehabilitation agencies is by providing the agency wth
information on current and projected |abor needs. Busi nesses and industries

can provide tours or presentations for rehabilitation professionals.
I nformati on about the conpany, such as the type of work, the nunber and ki nds
of jobs, the size of the conpany, and its organizational structure, could be
i ncl uded. Maj or problens with the work force, such as safety, production,
quality, and turnover, and information about the types of machinery and
equi prent that are used can al so be included.

This information helps rehabilitation professionals design effective
curricula, provide training and supervision based on the expectations of
enpl oyers, and identify areas where individuals with disabilities will be able
to find jobs. The tour or presentation can also help industry representatives
learn about rehabilitation training and the potential of individuals wth
di sabilities. This initial step should be the beginning of an ongoing and
| ong-term partnership between the rehabilitation agency and the industry.

Providing industry-habilitation apprenticeship prograns. In order to
design effective vocational training programs, rehabilitation professionals
need to exam ne actual job sites and |earn about enployer's expectations. One
way for rehabilitation trainers to do this is to serve an apprenticeship with
the conpany. The apprenticeship can be formal or informal, and it can help
the rehabilitation professional see industry's point of view and experience
the pressures of the job.

Providing training prograns. In addition to providing internships or
apprenticeships, conpanies can help rehabilitation professionals provide
training prograns. These programs could include topics such as work process,

work flow, job safety, personnel policies, narketing and sales, quality
control, time and nmotion studies, equipnment operation, supervision and
managenent, stress nanagenent, and tinme managenent. These training prograns

could be provided to the agency, or agency personnel could be included in the
i ndustry's prograrns.

Providing space for neetings and conferences. Industries can help
rehabilitation agenci es by provi di ng facilities for meet i ngs and
conf erences. Many busi nesses have excellent facilities for groups that are
not always in use. Soretimes businesses will provide the room at no cost,
and, frequently, they will also supply audio-visual equipnent, refreshnents,
and a facilitator for the neeting. This creates an opportunity for personnel
from rehabilitation agencies to become nore familiar with representatives of
busi nesses and industries. Part of building a partnership is increasing the
face-to-face contact between those involved.
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Providing publicity or pronotional services. Busi nesses and industries
can also assist rehabilitation agencies by promoting the agency to other
enpl oyers. Advertising departnments could help rehabilitati on agencies devel op
br ochures, pronmotional literature, and nmedia presentations. | ndustry
personnel might also participate in speaker's bureaus to pronmote the
rehabilitati on agency.

Provi ding feedback on job-seeking skills. Individuals with disabilities
need training in job-seeking skills, particularly in applying and interview ng
for jobs. I ndustries can provide feedback to the agency and the individuals

on how they can inprove their job-seeking skills.

Resunme devel opnent. Personnel specialists in industries can help
individuals with disabilities develop resumes that will enhance their training
and experience. The personnel specialist can prepare resunes that are geared
to the specific type of enploynent that the individual is seeking.

Conmuni cation in Devel opi ng Partnerships

Ef fective conmuni cati on between enpl oyers in businesses and industries and
rehabilitation personnel is inmportant in developing a successful partnership.

Br ai nst or m ng

Free flowing, idea sessions that involve individuals with expertise in
various areas can produce innovative ideas. Because of the diversity of the
group memnbers, brainstormng often produces creative solutions or alternatives
to probl ens.

Brai nstorm ng works best in a relaxed atnosphere. Partici pants should be
gi ven enough information to understand the current operations of the agency.
They should also know what particular problenms they are addressing. The
purpose of the session is to get as many ideas as possible. Therefore, every
idea should be witten on a flipchart or a blackboard and placed in front of

the group. A good facilitator can obtain many ideas froma group in a small
amount of time. The nore diverse the group, the nore ideas will enmerge. The
nmerits or feasibility of each idea can be determned |ater. | deas shoul d not

be criticized or examned in detail.

Curricul a Design

Industry's involvenent in designing training curricula is invaluable to

rehabilitation agencies. whether it is conputer progranm ng, operating a
restaurant, or working on an assenbly line it is inportant to know what and
how to teach. I ndustry personnel can help rehabilitation professionals answer

sone of the followi ng questions.

e \Wat are the requirenents of the job?

e How are the tasks organi zed?

e In what kind of environment is the work perfornmed?
 \What is the level and intensity of supervision?

e How much training is provided on-the-job?

e Wiat kind of equiprment is operated?

Wt are the safety requirements?

* \What are the production requirenents?
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Wiat are the quality standards?

Wiat are the critical safety issues?

How i s an individual selected?

How do individuals dress for work?

How many i ndividual s work together?

Wiat are the social expectations of the enpl oyees?
What causes an individual to fail?

What causes an individual to succeed?

The answers to these questions nay determine whether or not a training
programis relevant to the needs of businesses and industries. Individuals
should work in the areas they know best to design good curricula instead of
trying to generalize the information.

Program Eval uati on

Enployers can play an active role in evaluating the success of
rehabilitation training prograns. |In order for an evaluation to be useful in
inproving the program data nust be collected precisely and di scussed honestly
with enployers. A program eval uation should answer the follow ng questions.

e (Can the trainee performthe job?

e (Can the individual cope with the job environnent?

Can the individual performat the expected production rate?

Can the individual performat the expected standards of quality?

Can the individual maintain attendance and pronpt ness?

Can the individual performthe job safely?

Does the individual's behavior fit the work environment?

I's the individual suitably grooned?

Can the individual performthe job with the supervision provi ded?

Can the individual interact appropriately with customers and coworkers?

Does the individual have the skills required to obtain the job?

Are the training nethods successful in teaching these skills?

Is the equipnent current or obsol ete?

Are trainees fromthe rehabilitati on agency being hired?

Do the trainees stay on the job?

Wiy do trainees |ose their jobs?

Are enployers satisfied with the trai nees' training?

Wiy are enpl oyers dissatisfied with the trainees' training?

What supports can be built into the programto elimnate problens for
the enpl oyer, while supporting the worker?

How Rehabi litati on Agencies Can Help Industries

Not only can industries assist rehabilitation agencies, but rehabilitation
agencies can help industries. Wienever rehabilitation agencies help
i ndustries, they enhance the relationship between the organizations, and they
strengthen the coomtnent to individuals with disabilities.

Refer Qualified Individuals

The nost obvious way in which rehabilitation agencies support industries
is by referring qualified individuals wth disabilities to conpanies.
Rehabi litation personnel can assist individuals with disabilities by taking
them to the enployment site, preparing resumes, providing assistance, and
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filling out applications. A careful job match is very inportant to the
success of the individual. nly qualified and interested individuals should
be referred for conpetitive enpl oyment.

Provi de Fol | owal ong Services

Agency personnel can nonitor individuals during the initial stages of
enpl oynent and intervene on their behalf if they devel op probl ens.

Provide On-the job Training

The agency can provide a rehabilitation professional at the work site to
train new workers. This training can be maintained until the individual
learns the skills of the job, maintains an acceptable rate of production, and
neets quality and safety requirements. Training support can be phased out
systematically as the individual is ready.

Provi de On-site Supervision

The agency can provide on-site supervision for individuals wth
disabilities. Supervision can be provided for a group or for one individual.

Meet Production Quotas

Through contractual arrangenents, such as evaluation sites, conditional
enpl oyment, or work stations in industry, rehabilitation agencies can assist
conpani es by providing goods or services. Agencies guarantee the quality and
tineliness of services, thus relieving industries of the pressures that
acconpany busy seasons and unusual |y |arge orders.

Provi de Fl oor Space

Rehabilitation agencies can perform contract work at their facilities to
hel p expanding industries. This work can be performed solely by enployees
with disabilities, or it can be perforned jointly wth nondi sabl ed enpl oyees
fromthe conpany.

Provi de Task Anal ysis

When properly trained, the rehabilitation staff can anal yze job functions
and the sequences in which they need to be performed. This task anal ysis can
benefit the conpany, the agency, and the enployee with disabilities. The
rehabilitati on agency should make an effort to performthese anal yses.

Provide Job Structuring

Ohce the tasks are analyzed the agency can help the industry structure
jobs to naximze the efficiency of the work force. This mght mean
restructuring jobs so that individuals who are nentally retarded would not
perform jobs requiring cognitive abilities and individuals wth physical
disabilities would not transport materials or lift heavy items. Jobs can be
restructured so that individuals who cannot relate with custoners do not have
regular contact with them Job analysis also involves sinplifying jobs and
organi zing tasks to reduce the probability of errors. By dividing jobs into
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routine tasks and consistent units individuals with disabilities can perform
hi ghly conpl ex tasks.

Provi de Environnental Adaptations

The agency may also assist the enployer in providing environmental

adaptations that will allow individuals with disabilities to perform jobs.
Some adaptations nmay be very inexpensive, and they can reduce expenses for the
industry and the agency. Most inportantly, ideas for mnodification should be

considered in terns of their permanent effectiveness. For exanple, if a task
is made accessible to an individual who has the use of only one arm either by
adapting the environnent or by equipping the individual with a device, that

type of job should be considered performable by other individuals with the
sane disability. Because many of these devices are sinple to design and
i nexpensive to purchase or produce, individuals should be allowed to use them
if they nove to another conpany or another position.

Rehabilitation professionals can help enployers |ocate adaptive devices,
or they can work with enployers to create them Woden jigs, holding devices,
and sw tches and knobs on machinery are unconplicated devices that have been
effective in conpensating for disabilities. Al so, widening doors, renoving
floorboards, adding a light to signal an individual who is deaf, and
installing a counter on a machine, are all very inexpensive ways to adapt the
environment to the enployee. Rehabilitation staff should |earn where aides,
prot heses, and devices can be obtained. They should al so enploy individuals
who are capable of designing and creating these itens.

Adapt Trai ni ng Progranms

Rehabilitation professionals can help enployers nodify training prograns

to instruct individuals with disabilities. This may mean hiring specialists
to develop training prograns for individuals who have difficulty |earning
because they cannot see, hear, speak, read, or understand conpl ex

i nstructions, or because they have linmited nobility.

Provide Sensitivity Training to Enployers and Enpl oyees

Rehabilitation professionals can provide presentations and training
programs to inform menbers of the comunity about individuals wth
disabilities and their needs. This sensitivity training can help conpanies
| oner enpl oyees' resistance to the idea of hiring individuals wth
disabilities, and it can reduce coworkers' and supervisors' feelings of threat
or fear. Cowor kers and supervisors can make the partnership successful by
providing informal feedback if difficulties occur.

Interpret Laws

Rehabilitation professionals should be able to explain specific

requirements of laws and regulations to enployers. The nost inportant of
these is the Vocational Rehabilitation Act of 1973, Sections 502, 503, and 504
as amended. O her important laws include the Job Training and Partnership
Act, wage and hour |laws, state laws, Ilocal ordinances, and regulations

concerni ng insurance and workers' conpensati on.
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G fer Incentives

Rehabi litati on agencies should informenployers about tax credit prograns
and other conpensation prograns for which they nay be eligible. The agency
can assist the industry in filing for the tax credit. Sone states provide
additional incentives to encourage enployers to hire individuals wth
disabilities. Rehabilitation professionals should be know edgabl e about these
prograns so they can hel p enpl oyers use them

Provide Informati on on Resources

The rehabilitation agency should be able to put enployees in contact with
organi zations that operate special prograns on behalf of individuals wth
disabilities, such as the AFL-CQ the Mational Restaurant Association, and
the Federal Projects with Industry.

Provide Special Certification

The rehabilitation professional can help the enployer apply for a Special
Wrker in Commercial Industry Certificate through the Wage and Hour DO vision
of the U S. Departnent of Labor. These certificates enable individuals wth
disabilities to be paid submninmm wages if their productivity is not
conpetitive w th nondi sabl ed enpl oyees.

Adm ni ster the Payroll

If the industry provides an evaluation site, hires a nobile work crew
starts a work station, or provides conditional enploynent, the agency nay
agree to keep records of the individuals' productivity and admnister their
pay. In these cases, the industry pays the agency, and the agency pays the
client. The client is technically enployed by the agency, not the industry,
and the agency is responsible for pay admnistration.

Use Public Relations

Rehabilitation agencies should inform the comunity of industries'
attenpts to enploy individuals with disabilities. This may encourage other
industries to participate in these prograns and it will allowindividuals with
disabilities to become productive nenbers of the community.

I nform Enpl oyers of Affirmati ve Action Requirenents

Effective affirmative action prograns neet local, state, and federal
requi renent s and they qualify industries for f eder al contracts.
Rehabi | i tati on agency personnel can hel p busi nesses by sharing their expertise
inthis area.

The Wnni ng Partnership

Rehabilitation agencies should provide supports and resources to
industries, and they should respond to industries' needs in a tinely nanner.
In order for successful partnerships to be devel oped between busi nesses and

industries, the needs of both organizations nust be net. This approach
enabl es businesses to make a profit, individuals with disabilities to obtain
jobs, and taxpayers to save noney. Industries need stable, reliable, and
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capabl e workers. Wrk nust be perforned correctly and pronptly, and
materials, facilities, and equipnment nmust not be damaged. The agency needs
wor ki ng space, training equipnent, materials and supplies, and noney to pay
for staff support. Industries and agencies nust be able to fulfill each
others needs wi thout conpromsing goals. Effective partnerships result in
better vocational training and more cost-effective services.

Quidelines for Wrking with Industry

Your success with enployers depends, to a great extent, on your ability to
assess your position and to understand the industry's point of view

Know What You Vant

If you ask conpanies for help, know exactly what you want them to do.
Identify your goals and needs. This will help them decide how they can hel p
your agency and who the best individuals are to help you.

Know t he Conpany

First, and forenost, know sonething about the conpany that you are
contacting. Msit the library, contact the chanber of comrerce, and talk to
nenbers of the community to obtain information about the conpany. Wiat ki nds
of goods or services do they provide? Wo ows the conpany, and how large is
it? Howis it structured? Howis it nanaged? Howold is the conpany? Is it
part of a larger conglonerate, and, if so, where is its headquarters?

Make a Good | npression

When visiting conpani es make a good inpressi on—dress appropriately. Try
to fit into the conpany using your style and nmanner. Represent  your
organi zation professionally.

Do Not Use Jargon

Don't use jargon. Use terns that are understood by representatives of
busi ness and industry. |If it is necessary to use jargon, define it first.

Learn from I ndustry

Establish fromthe outset that the purpose of your programis to devel op
jobs for qualified individuals with disabilities. Listen to the enpl oyers and
learn as nuch as you can about all aspects of their conpanies. Don't presune
that you understand what is expected; each conpany is unique and experiences
different pressures. After you understand the conpany, develop a mutually
profitable rel ati onship.

Be Flexible
Your job is to design prograns that work, not to perpetuate nodel s that
are ineffective. Listen to the needs of the enployer and design a program

that wll accomodate the conpany and the individual. Have a winning
attitude.
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Look for rmutual solutions; develop relationships that wll benefit
everyone. Do not refer clients who are disinterested in the type of work that
is being perforned or those who do not have the qualifications to performthe
job. Meet production quotas, quality standards, and safety requirenents. The
subtleties of fitting into the work place should not be ignored—don't create
jealousies on the part of coworkers or threaten supervisors. Qeate sol utions
for enpl oyers.

Be Pati ent

Building a partnership between rehabilitati on agencies and businesses is
an ongoi ng process. Try not to look for immediate results; nove slowy and do
not place denands on the conpany imrediately.

Be Realistic

Never offer services that you are unable to provide. Be certain that your
coomtrments to the enployer can be fulfilled. Aways follow through.
Enmpl oyers do not expect perfection, but they do expect you to nake a serious
and professional effort. Try to communicate with the sanme conpany personnel
to reduce m sunderstandi ngs and conf usi on.

Be Honest
If you are unable to provide a specific service, say so. |If you do not
know the answer to a particular question, admt it. Then, find the

information and give it to the enpl oyer as soon as possi bl e.

Don't Waste the Conpany's Time

Use the conpany to help you neet your goals, wthout detracting fromyour
comtrent to the enployer. Always be prepared for neetings; be prepared to
provide infornation and to nake deci si ons.

Don't Stereotype Enpl oyers

Try not to stereotype the enployers with whomyou will be working. Most
enployers are receptive to the idea of hiring qualified individuals wth
disabilities. Don't start with the expectation that the conpany is only
concerned about profits and not concerned about individuals. Mst enployers
believe that good enpl oyees naxi mze the success of conpanies, and they are
concerned with the welfare of their enpl oyees.

Don't Stereotype Individuals with Dsabilities

It is equally inportant not to stereotype individuals with disabilities.
Use a functional approach to describing your clients. Tell enployers about
your clinets' abilities and how they relate to the jobs that are avail able.
Be straightforward about the physical, nmental, and enotional limtations of
your clients and how to conmpensate for them so productivity, quality, or
safety will not di mnish.
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Don't Stereotype Jobs

Try not to separate jobs by types of disabilities. This only limts
possibilities for individuals with disabilities. Because each individual has
uni que narketabl e characteristics, it is inportant to discuss abilities and
limtations as they relate to jobs.

Don't Judge or Moralize

Passing judgment or noralizing to enployers will only build barriers to
enpl oynent for individuals with disabilities. Afailure affects the enpl oyer,
the enpl oyee, and the agency. If a situation fails, ask the enployer for

detailed informati on about why it failed, and use that infornation to redesign
and i nprove your training programand support services.

Maj or Factors for Success

Successful career developnent prograns require a working partnership
between rehabilitation professionals and industry representatives. Successful
prograns al so require the follow ng characteristics.

Make a Careful Job Match

The rehabilitation professional's nost inportant contribution to ensuring
the success of and individual with disabilities is a careful job match. The
trai ner should anal yze all aspects of the job, knowthe individual's interests
and abilities, and place individuals in jobs that nmaximze their abilities and
neutralize their abilities and limtations.

Maxi m ze Ability, GConpensate for Disability

If an individual with disabilities is going to have difficulty performng
a portion of the job, the rehabilitation professional should identify it and
develop a nethod to conpensate for the limtation. For exanple, if an
individual is nentally retarded and will be unable to perform certain aspects
of the job that require cognitive abilities, the job should be restructured so
that the individual wll not be expected to perform these tasks. If an
individual is physically disabled, consider how the individual wll get the
materials, transport them and activate the equi pment. Then, nodify the work
process, work flow, or work place to acconmmodate the individual. | f
i ndi vidual s have enotional problens, provide support on the job. Control nust
be built into every situation so that no disability poses a safety threat.

Devel op Effective Traini ng Prograns

Individuals with disabilities can perform many jobs if they receive

effective training. |In order for training to be effective, each individual's
disabilities nmust be taken into account. For exanple, individuals who are
nentally retarded will learn nore through nodeling and exanple than through
witten instruction. Individuals who are deaf will require signed or witten
i nstruction. Individuals who are blind will require verbal instruction or
braile. Individuals who are physically disabled will require adaptations that

all ow themaccess to training facilities.
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Use Consi stent Support Services

If support services are to be built into jobs, they nmust be provided
consistently and phased out systematically. Followalong care and on-the-job
training must be consistent or enployers will becone angry and enpl oyees wil |
becone di scouraged. Therefore, develop specific support services and provide
themuntil the individual no |onger needs them

Mai ntain Social Affiliations

Individuals with disabilities who enter conpetitive enploynent from
school s, hospitals, institutions, or sheltered workshops may find thensel ves
terribly alone. Feelings of fear and |oneliness nay cause the individuals to

perform poorly so that they will be allowed to return to a nore secure
environment. Social supports must be provided to help individuals adjust to
new environments. Individuals with disabilities may be integrated wth

nondi sabled individuals in the work place, yet, they nay not be accepted as
peers. Therefore, social affiliations should be naintained on and off the
j ob.

Initially, the supervisor can help the individual adjust. A work advocate
or mentor may also help in this process. Social and recreational activities
and job clubs can be very effective in helping individuals with disabilities
adjust to their new environments.

Concl usi ons

This nonograph began with an historical overview of the treatnent of
individuals with severe disabilities. W discussed the traditional nodel of
vocational services, which has consisted primarily of |ong-termsegregation in
sheltered workshops. Next, we reviewed the traditional assessnent and
pl anni ng process for individuals with severe disabilities, and offered a nore
effective alternative approach. VW also described program nodels that can be
devel oped to expand vocational opportunities for individuals with severe
disabilities. These nodels are based on the various relationships that can
exi st between an industry and a rehabilitation agency. Finally, we identified
the many ways in which industries and rehabilitati on agenices can help each
other neet their goals. This wnning approach shows how effective
partnershi ps can be devel oped between the tw entities.

Individuals with severe disabilities can provide valuable services to
busi nesses and industries. But, these individuals nust learn skills that they
can use in today's labor markets. Hopefully, training prograns wll mneet the
needs of enployers and provide support services to individuals wth
disabilities in the work place. A successful partnership between businesses
and rehabilitation agencies should allow individuals with disabilities to
becone productive menbers of society and to devel op w nning relationships wth
busi nesses and i ndustri es.
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